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The purpose of this study was to determine and compare
perceptions of the ideal and actual roles of resource
teachers held by elementary school administrators and
resource teachers. The population sample consisted of 46
elementary school administrators and 19 resource teachers
employed by the Atlanta Pxablic Schools.
A 47-item questionnaire requiring respondents to rate
items on a 5-point scale was distributed, collected, and
analyzed using t tests and analysis of variance to compare
mean scores.
Of the seven major findings, three were statistically
significant and four were not. The three statistically
significant findings were that administrators had different
perceptions of ideal and actual roles of resource teachers,
resource teachers had different perceptions of their ideal
and actual roles, and both groups had different perceptions
of the actual and ideal roles in specific job tasks.
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Of the four findings that were not statistically
significant, the first was that administrators and resource
teachers did not differ in their perceptions of the roles of
resource teachers. The second was the lack of perceptual
differences based on gender. The third was the lack of
differences in perceptions of the roles of resource teachers
based on the educational background of respondents. The
fourth was the lack of perceptual differences based on
experiential levels.
The data confirmed that differences between ideal and
actual roles of resource teachers as perceived by
administrators and resource teachers do exist and are
significant. However, these perceptual differences are not
influenced by gender, experiential background, or education.
Further analysis of the data revealed that administrators
and resource teachers had differing perceptions of the
resource teachers' role regarding classroom supervision,
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CHAPTER 1
INTRODUCTION
Supervision is one of the most complex and difficult
leadership tasks in education. It consists of numerous
functions and is an activity with many titles. However,
although complex in nature, it is needed for improvement of
educational programs.
Historical accounts of supervision in educational
administration describe changes in focus and are reflected
in a series of movements to improve and upgrade education.
Beginning in 1642 and continuing for over two centuries, the
function of supervision in the American education was
classroom inspection, handled by a layman. This inspection
included appraising the general achievement of pupils in
subject matter, evaluating the methods used by teachers,
observing the general management of the school, and other
related activities. During the next 60 years, the emphasis
paralleled the scientific movement in education and
supervision, becoming efficiency oriented and measurement
conscious. This inspection was done by educational
professionals and was focused on the school and classroom.
Control and regulation were emphasized with some attention
on assisting teachers. Following the Great Depression,
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there was the child study movement and "progressive
education" came into focus, with supervision being perceived
as leadership in "cooperative group efforts." Emphasis was
placed on supervising classroom instruction focusing on
teachers' weaknesses. Responsibility during this period was
generally divided between the principals and special
supervisors. The present nature and scope of supervision is
much broader and is concerned with the total teaching¬
learning situation, which is reflected in many of the
contemporary descriptions and definitions of supervision
(Alfonso, Firth, & Neviole, 1975; Harris, 1985; Oliva, 1976;
Wiles, 1975). All agree that supervision is a set of
activities and role specifications specifically designed to
influence instruction.
Few educators would quarrel with the proposition that
the last 20 to 25 years have been a period of exceedingly
rapid change in education. Also, few educators would
quarrel with the proposition that the educational
institutions themselves are in the process of change and
reconstruction. Educators feel a need, even an urgency, to
know, to understand, and to accomplish, whereas before
there existed a tendency to stand aside and observe change.
Social institutions are organized to perform some
function and individuals are employed by the social
institution in order to assist in the accomplishment of
institutional goals. Clarification of the role and status
of resource teachers as special functionaires employed by
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the social institution to improve the quality of the
educational program is of concern to both the educational
institution and the employees within. It will also minimize
the many detriments of role confusion.
Roles and expectations are necessary to the functioning
of institutions. According to Getzels and Cuba (1954),
roles are important and are defined by expectations. Roles
represent positions and status within the institution. They
are defined in terms of expectations and duties of the
position. The expectations specify the appropriate behavior
for a specific position. Therefore, when someone who
assumes a role behaves in a manner consistent with the
institutional demands of the position, the individual is
performing the role. Administrators' and resource teachers'
behavior can be predicted in terms of their postions, roles,
and expectations. However, administrators and resource
teachers in the same situation behave differently.
Different personalities and needs are reflected in behavior
which, in turn, influences role perceptions.
Many conflicts which arise in an organization are role
conflicts. Every administrative position in an effectively
managed organization has a written job description or policy
statements which embody the formal expectations of the
organization. Also, in every organization there are
implicit, unexpressed expectations for an administrator's
behavior which originate with the various individuals with
whom he or she comes in contact. Together the explicit and
implicit expectations define the role and how a person
should perform in the situation.
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As Getzels (1968) has observed, "The expectations
define for the action [administrator] whoever he may be,
what he should or should not do as long as he is the
incumbent of the particular role." He implied that the
institution and the individual are influenced in the
development of their expectations and needs.
Prominent authors in the field of supervision have
commented on the effect of perception on the supervision of
instruction. Swearingen (1963), emphasizing the uniqueness
of perception, wrote:
The extent to which a person assumes that what is
obvious to him is obvious to others, and remains
unaware that he and the other fellow are not (cannot
be) seeing the same event exactly alike, is highly
significant in supervision, personal misunderstandings,
strained human relations, and what appears to be
professional indifference or antagonism are often
traceable to differences in perception springing from
uniqueness of experience. This frequently documented
fact needs to be remembered more widely as people try
to work closely together. (p. 31)
Lucio and McNeil (1963) considered this point when they
suggested that, in working with others, it sometimes seems
to matter little what the supervisor actually does. It
matters more what others think the supervisor does than what
they think he should do.
The whole problem of congruent role perceptions for
effective supervisory endeavors is evident in a study
reported by Ferneau (1954). Harris (1985), in discussing
Ferneau's study, argued that:
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The perceptions people have of the appropriate roles of
the supervisor may, indeed, mean more than the actual
competencies displayed in many respects. The
supervisor's responsibility of cultivating perceptions
that are consistent with effectiveness cannot be
ignored without serious consequences. (p. 332)
It is, therefore, important to try to ascertain what the
administrator and resource teachers perceive the supervisory
role to be, both actually and ideally.
Statement of the Problem
In the Atlanta Public School System, the supervisors
known as "resource teachers" are the persons designated
to facilitate effective instruction. The Atlanta Public
School System is reorganizing and making changes in
personnel and curriculum under the leadership of a new
superintendent to address some of the needs of the students.
In order to hold resource teachers accountable for improving
the instructional program and teacher effectiveness,
clarification of roles or redefinition of job expectations
is needed. This study examined the role of the resource
teacher as it related to the needs of instructional guidance
and as it was perceived by elementary administrators and
resource teachers. This study examined the discrepancies
between the ideal and actual roles of resource teachers.
Purpose of the Study
The purpose of this study was to determine the ideal
versus the actual role of the resource teacher, as perceived
by elementary school administrators and elementary resource
teachers.
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Significance of the Study
The major significance and contribution of the study
were its findings and discussion of role clarification in
educational settings. Further, the research focused on the
importance of school principals and resource teachers having
compatible perceptions of the role of the latter.
In industry, personnel managers reported that many of
the disputes which arise among workers can be traced to
misconceptions of role or job descriptions. It is not
uncommon for turmoil to arise when a supervisor's authority
to make certain decisions is challenged. Other disputes
result when the worker is given conflicting directives from
two managers.
As education has grown from the one-room schoolhouse to
the complex bureaucracies of today, scores of positions have
been added to meet students' needs. What sometimes has been
a negative side effect of that proliferation is confusion
over lines of authority, roles, and positions. A by-product
of this confusion is possible reduction of instructional
effectiveness and lowering of job satisfaction.
This study emphasized the absolute importance of
elementary school administrators and resource teachers
having congruent perceptions the resource teachers' job. If
these perceptions are not congruent, teachers, students.
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supervisors, and elementary school administrators will
suffer needlessly. This research merely focused on the
first part of this issue; the determination of currently
held role perceptions of elementary school administrators
and resource teachers.
Research Questions
In carrying out the purpose of determining the ideal
versus the actual roles of the resource teacher as perceived
by elementary school administrators and resource teachers,
the investigator wished to be able to answer the following
questions:
1. Is there a difference between the elementary
administrators' perception of the ideal and actual role of
the resource teacher?
2. Is there a difference between the resource
teachers' perception of the ideal and actual role of the
resource teacher?
3. Is there a difference between the elementary
administrators' and resource teachers' perception of the
ideal role of the resource teacher?
4. Is there a difference between the elementary
administrators' and resource teachers' perception of the
actual role of the resource teacher?
5. Is there a difference between male and female
administrators' and resource teachers' perceptions of the
ideal and actual role of the resource teacher?
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6. Is there a difference among the various educational
levels of resource teachers and administrators and their
perceptions of the ideal and actual role of resource
teachers?
7. Is there a difference among the various educational
levels of resource teachers and administrators and their
perceptions of the ideal role of resource teachers?
8. Is there a difference among the various levels of
experience of administrators and resource teachers and their
perceptions of the ideal and actual role of resource
teachers?
9. Is there a difference among the various levels of
experience of administrators and resource teachers and their
perceptions of the ideal role of resource teachers?
Definition of Terms
The role of the resource teacher was examined according
to the following variables: (a) classroom supervision; (b)
curriculum development; (c) personnel assignment and
evaluation; (d) staff development; (e) instructional
materials, equipment, and facilities; (f) guidance; and (g)
communication.
The following terms are operationally defined as they
were used in this study:
1. Classroom supervision (Items 1-7)—the supervision
of the organization and coordination of activities of a
classroom for effective instruction.
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2. Curriculum development (Items 8-18)—the
coordination of all facets of a school program where there
was not only content change but also social change in
patterns of personal and group relations which was concerned
with the design of plans for actual teaching-learning
situations.
3. Personnel assignment and evaluation (Items 19-24)—
the identification of personnel needed to implement programs
as identified by the position held.
4. Staff development (Items 25-30)—the broad range of
professional growth programs organized to address
development or upgrading of skills to educators.
5. Instructional materials, equipment, and facilities
(Items 31-40)—the learning resources which included any
materials, places, or people that could be used to support
the teaching-learning process.
6. Guidance (Items 41-44)—the advice or assistance
given by resource teachers concerning curriculum
development, professional growth, and professional growth
and development.
7. Communication (Items 45-47)—the act of providing
information to teachers and administrative personnel
concerning evaluative reports, progress, and other
communications relevant to the instructional program.
CHAPTER 2
REVIEW OF RELATED LITERATURE
Many authorities in education and numerous researchers
have examined the major tasks or role functions required of
a supervisor. This review of related literature focused on
(a) the purposes and (b) the roles of supervisors.
Most of the reviewed authors perceived supervision as
the process intended to improve learning opportunities of
students. Lucio and McNeil (1969) believed supervisors are
needed to achieve specified goals. Sergiovanni and Starratt
(1971) suggested that all persons who participate in
supervision, regardless of their title or other duties, are
supervisors. Burnham (1976) concurred that supervision
today is not the province of a particular person or a
particular position. Wiles and Lovell (1975) differentiated
the kinds of roles found in a school system. There are
those, such as principals, department heads, and assistant
superintendents, who serve a supervisory function but who
have other duties not directly or immediately related to
working with teachers.
Puckett (1963) reported that teachers want classroom
visits, criticism, and helpful suggestions from supervisors.
Colbert (1967) reported similar information. Esposito,
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Smith, and Burbach (1975) suggested it is possible to
separate the roles of supervisors into two general
categories: helping roles and administrative roles.
Harris (1972) contended that there is a necessity for
uniquely defined roles, backed by specific competence to
perform, a structure for collaborative efforts, and an
evaluative thrust that yields priorities. He favored
supervisory responsibility for teacher evaluation.
Burch and Danley (1980) in their study of central
office supervisors identified a set of 10 roles that
encompass all activities in which supervisors reported
involvement. The authors found that supervisors spent 59%
of their time in five roles that have direct bearing on the
improvement of instruction: (a) information and
dissemination, (b) resource allocation, (c) training and
development, (d) observation and evaluation, and (e)
motivation. Burch and Daley also suggested a revised job
description, a renewed focus on instructional concerns, and
reassignment of some activities.
Sullivan (1982) analyzed the work of system-level
supervisors. The system-level supervisors studied spent 98%
of their time managing, internally, the organization's
ongoing work. She found the supervisor to be a center of
communication, serving interpersonal, informational, and
decisional functions within the school system. Sullivan's
findings have implications for role clarification and for
preparation programs for supervisors.
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A comparison of the findings of the aforementioned
studies by Burch and Danley (1980) and Sullivan (1982)
indicates that supervisors could well experience role
ambiguity and confusion. The following study further
supports this contention.
Worner (1982) contended that there are six categories
of "abilities" that are essential for supervisors in the
rapid changing climate of public education: (a) technical
skills, (b) policy-making skills, (c) personnel management
skills, (d) research skills, (e) resource skills, and (f)
personal management skills. He also discussed the four
factors that have contributed to the attitude that
supervisors should be among the first personnel to be cut in
a time of budget crunch. These four factors include role
conflicts with principals, changing relationships with
teachers, the "soft" base for many supervisors funding, and
lack of necessary competence and skills by some supervisors.
He, too, called for reconceptualizing the role and
redefining the tasks and skills required for accomplishing
effective supervision.
Burton and Bruechner (1955) agreed that group dynamics
or human relations is the single most important role of the
supervisor. They provided an early summary of the
differences between traditional supervision and what was
then termed modern supervision. Traditional school
supervision consisted largely of the teacher, was poorly
planned, and was authoritarian. On the other hand, modern
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supervision was based upon research and analysis and focused
on the total teaching-learning environment.
In 1985, Jordan, McKeown, Salmon, and Webb determined
that the main role of the supervisor is to act as a liaison
between the teachers and higher levels of administration
and between the teacher and the students. As a school
supervisor, the authors felt that the most important element
in determining the effectiveness of the supervisory program
is the level of rapport that is developed with teachers.
Further, the supervisor's role should entail the following:
(a) assure that subordinates complete their tasks on time
and in the proper fashion, (b) work with new and veteran
employees in improving instructions, (c) conduct an
organized evaluation of each subordinate, (d) resolve
conflicts that affect instruction, and (e) assume leadership
responsibilities for identifying steps needed to improve the
quality of instructional services.
Many authorities in the field of education have
examined the major tasks of supervisors and their roles.
Acting as an instructional coordinator, however, appears to
be a role which many supervisors and principals feel is
essential for effective instructional development.
Harris (1972) studied a group of supervisors of various
kinds from a large city school system. These supervisors
were asked to react to a list of Instructional Leadership
Competencies, along with groups of elementary and secondary
principals from this same school system. They were grouped
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under eight task or responsibility areas. Each respondent
categorized each competency into one of four levels, from
Level 1, among the highest in importance, to Level 4, among
the lowest in importance. Responses of 49 principals and
supervisors were analyzed by computing a mean quartile rank
for each item for each respondent group. Respondent groups
were then compared to determine competencies unique to each
group and highly shared by each. Finally, competency
patterns were identified as those associated with a task or
responsibility area. The top 10 role competencies, as
ranked in order of importance by supervisors and principals.
were as follows;
Priority 1 Assesses the effectiveness of in-service
training activities and programs.
Priority 2 Guides the development of instructional
units to implement goals and objectives.
Priority 3 Directs the identification and selection
of needed materials, equipment and
facilities for instruction.
Priority 4 Relates needs of students to school system
goals and legal requirements.
Priority 5 Allocates materials, equipment and
facilities to accomplish instructional
goals.
Priority 6 Inventories the changing needs for
materials, equipment and facilities to
accomplish instructional goals.
Priority 7 Relates teacher and student performance
data to school goals as a basis for
planning in-seirvice programs.
Priority 8 Conducts individual interviews with
teachers so as to assist in diagnosing
needs and in planning activities for
growth.
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Priority 9 Assists in the development or modification
of instructional materials that are not
available commercially.
Priority 10 Assists in the recruitment and selection
of personnel for instructional
responsibilities. (Harris, 1972, p. 26)
Though written over a decade ago, the preceding studies
by Harris (1972) and Jordan et al. (1985) provide similar
insights. Analysis of their findings suggests that one
reason for the confusion of the supervisor's role may be
related to his or her liaison status. By serving as a
bridge between varying constituents, the stability of the
role may be tenuous.
Barrick (1985) conducted an investigation of the duties
and responsibilities of local vocational education
supervisors in Ohio. The study described their current role
as perceived by local superintendents and vocational
supervisors, state vocational education supervisors, and
local vocational education teachers, their expected role as
described by the same four groups, and discrepancies among
the perceptions of the groups. Surveys were mailed to a
sample of 50 local vocational education supervisors, 150
local teachers of vocational education programs, 100
administrators of city and vocational school districts, and
40 state-level supervisors in Ohio. There was little
disagreement between the perceptions of actual current
duties and what should be current duties of local vocational
education supervisors. However, there was considerable
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disagreement among the four respondent groups regarding
current and expected duties.
Glazer (1985) investigated the perceptions of staff
developers and their immediate supervisors to establish a
basis for describing the role of the staff developer. A
review of the literature was conducted focusing on studies
of training, the training function, and the staff developer
in schools.
The research population, regular members of the
National Staff Development Council, were asked to respond to
a questionnaire. The 19 role statements of the
questionnaire were based on the Nadler Role Model of the
human resource developer. Staff developers and their
immediate supervisors responded to each item in terms of (a)
whether or not they perceived the role statements to be
descriptive of the staff developer's current role and (b)
the degree of importance they placed on each statement.
Chi-square analysis revealed a significant difference in
perceptions of staff developers and their supervisors with
respect to the degree of importance that adult learning
theory occupies in the design of staff development learning
activities.
The following findings were indicated by Glazer's
(1985) study. With one exception, staff developers and
their supervisors do not differ significantly in their
perceptions of the staff developer's current role and its
degree of importance. Staff developers perceive the
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application of adult learning theory to the design of
learning activities in staff development programs to be of
significantly greater importance than do their immediate
supervisors. Staff developers consider adult learning
theory to be most useful in professional course preparation
for their roles. Both staff developers and their
supervisors perceive internal communication link the best
description of their staff developer's current role.
The study of Cooper (1985) proposed to identify roles
and functions of the curriculum director and the degree of
importance by those roles and functions as perceived by
selected groups of educators in Alabama. Questionnaires
were used to gather information. The number of respondents
and the groups were 44 from the Alabama State Department of
Education, 30 superintendents, 43 curriculum directors, 88
principals, and 41 teachers. The findings indicated that:
1, There was agreement or involvement with management,
program and instructional improvement, and
interpersonal relations in terms of coordination of
curriculum planning and development, and definition
and application of curriculum theory.
2, There was agreement on involvement with all four
major functions in terms of design and application
of curriculum research, and provision of in-service
needs of the staff.
3. Actual involvement in research within each major
role was found to be/on to moderately low.
4. All major roles and functions were important.
5. There was agreement on the importance of all the
major roles and functions.
6, There was agreement between educational levels on
the irtqportance of all inajor role functions.
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7. The level of actual involvement was lower than the
perception of importance.
Szolnoki (1988) examined the degree of role conflict
experienced among administrators of New York City nonpublic
special education schools. It was assumed that supervisors
and directors would possess different perceptions over the
role of the supervisor. Sxibjects for this study were the
directors and supervisors of 41 approved nonpiiblic special
education programs having contracts with New York City Board
of Education. The sample population included 18 directors
and 15 supervisors.
The survey used comprised a listing of role function
tasks of the school supervisor. The survey instrument was
mailed to the target populations; tabulated responses
signified which functional tasks they perceived as the
actual and ideal ones for the supervisors, for the
directors, or to be shared by them. Overall, the results
showed that significant differences existed between
perceived role function responsibilities of supervisors and
directors.
Analysis of the vast body of reviewed literature on
role perception indicates two significant positions. The
first is that while most workers concur on the importemce of
the supervisor's role, they hold varying beliefs on the
tasks involved in those roles,
Sergiovanni and Starratt (1971) revealed that
supervisors work primarily in the area of instructional
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improvement. Supervisory roles can be differentiated from
the more administrative roles by such characteristics as (a)
heavy reliance on expertness as an educational program
leader and instructional leader, (b) the necessity of living
in two worlds and of speaking two languages, and (c) limits
imposed on their authority. As educational and
instructional leaders, their work involves: curriculum and
teaching objectives; educational program content,
coordination, and scope; alternatives and options;
curriculum and teaching innovations; structured knowledge;
grouping and scheduling patterns; lesson and unit planning;
and evaluating and selecting learning materials,
Kims (1987) defined the instructional coordinator as
one who works with the principal in implementing the local
instructional program which is consistent system-wide
(programs, policies, and procedures). Some of the duties of
the instructional coordinator are; (a) help supervise and
direct on-the-job training for lead teachers, (b) counsel
with teachers to determine staff development and/or
inservice needs, (c) provide staff development and/or
inservice training for staff members on a request or need
basis, (d) conduct follow-up observations of teachers who
have been enrolled in staff development courses, (e) promote
effective interpretation of curriculum guides and management
procedures, (f) conduct classroom observation of teachers
new to the system and provide appropriate support, and (g)
provide supportive services in all areas of instruction.
Summary
The literature presented focused on ascertaining the
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purposes of the supervisor and the role of the supervisor.
According to the literature, a common theme of fulfilling
tasks related to prevalent instruction and learning was
evident. Lucio and McNeil (1969), Sergiovanni and Starratt
(1971), Burnham (1976), and Wiles and Lovell (1975) all
believed that supervision is needed to achieve specific
goals of learning. Many roles and tasks were identified;
some were consistent and others were not. Harris (1976),
Burch and Danley (1980), Sullivan (1982), and Womer (1982)
were among the many who cited different tasks of supervisors
and whose studies reaffirmed the issue that inconsistencies
still exist between job descriptions and on-the-job
responsibilities of supervisors. However, regardless of the
title, the location of the supervisor, the role and function
of educational supervisors were not and are still not
clearly defined. The roles and tasks identified were in
many instances dependent upon the relationship to other
functionaries in a particular organization, rather than the
title. This affected the type of activities the supervisors
in the studies engaged themselves in. Barrick (1985)
examined the vocational education supervisor, while Cooper
(1985) examined the curriculum director. Kims (1987)
defined the role of the instructional coordinator. Though




This study examined the role of the resource teacher as
perceived by elementary school administrators and resource
teachers themselves. The role of the resource teacher was
examined both in terms of their actual role as well as what
is perceived to be their ideal role. This study considered
the demographic values of the elementary school
administrators and resource teachers—sex, educational
level, and the number of years of seniority at the present
position—in relationship to the perception of the role of
the resource teacher.
Setting
The study took place in the Atlanta Public School
System during the early part of the 1989-90 school year and
involved elementary school administrators and resource
teachers employed by the system. These elementary school
administrators and resource teachers were requested to
respond to an instrument designed to measure the actual and
ideal perceptions of the role of the resource teacher.
21
22
The Atlanta Public School System represented a large
urban system functioning in a centralized decentralized
organizational pattern. It is comprised of 114 schools (83
elementary, 13 middle, 17 high schools, and two learning
centers), with a total enrollment of 67,990 in the 1988-89
school year.
The staff consists of: 83 building administrators;
1,602 elementary teachers; 118 others, including nurses,
counselors, assistant teachers, and teacher aides; and 2,350
classified personnel for a total work force of 7,700. The
racial composition of the student enrollment is 92% black,
7% white, and 1% other ethicalities.
The school system is administered by a superintendent.
He is assisted by three area superintendents. The numbers
of schools and students in each area are shown in Tcible 1.
Selection of Sample
This study focused on the elementary administrators and
resource teachers of the Atlanta Public School System. In
the Atlanta Public Schools, there were 83 elementary school
administrators and 54 resource teachers who served a total
of 3,938 elementary teachers. (The Atlanta Pioblic School
System provides both K-5 and K-7 programs.) The elementary
resource teachers were assigned to three areas, each of
which is supervised by an area superintendent (see Table 2).
Table 3 shows the subjects selected from this population of
elementary school administrators and resource teachers.
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Table 1
Numbers of Schools and Students in Each Area
Area Elementary Schools Student Population
Area I 30 22,045
Area II 27 26,800
Area III 26 19,145
Table 2
Allocation of Resource Teachers Among Elementary Schools
Area Elementary Schools Resource Teachers
Area I 30 20
Area II 27 17
Area III 26 17
Table 3
Sample Selected for the Study
Area Elementary Administrators Resource Teachers
Area I 15 12
Area II 12 10
Area III 12 10
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The sample of elementary administrators was stratified
by area and then randomized. The sample of resource
teachers was stratified by area and then randomized.
Instrument Used in the Study
The instrument used in this study was a questionnaire
which contains a total of 47 items divided into the areas
of: classroom supervision; curriculum development;
personnel assignment and evaluation; staff development;
instructional materials, equipment, and facilities;
guidance; and communication. It was administered to
elementary school administrators and resource teachers to
measure their actual and ideal perceptions of role behaviors
of resource teachers in Atlanta Piiblic Schools. This
instrument was developed by the researcher based on the book
Leadership to Improve Schools, by Ronald C. Doll (1972).
Doll stated that a good way to observe the breadth of
supervision as it exists today is to record activities which
resource teachers perform. He believed that important
supervisory activities are categorized into the following
functional groups: classroom supervision; curriculum
development; personnel assignment and evaluation; staff
development; instructional materials, equipment, and
facilities; guidance; and communication. He believed these
functions encompass most of the tasks within supervision.
Doll also stated that not every supervisory leader will
perform all of the activities, however, because of the
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varied nature of supervisory assignments in most school
systems. The instrument was also based on the job
description of the resource teacher given by the Atlanta
Public Schools (see Appendix A) .
This instrument was assessed for face validity by three
area superintendents. Each area superintendent was asked to
identify those items on the questionnaire that could
accurately measure the supervisor's role as perceived by
elementary school administrators and resource teachers and
to determine if the instrument presented all of the tasks of
a resource teacher. The original instrument was revised to
accommodate the suggested revisions of these area
superintendents. The following task areas were measured on
the instrument by the items as indicated: (a) Classroom
Supervision (Items 1-7); (b) Curriculum Development (Items
8-18); (c) Personnel Assignment and Evaluation (Items 19-
24); (d) Staff Development (Items 25-30); (e) Instructional
Materials, Equipment, and Facilities (Items 31-40); (f)
Guidance (Items 41-44); and (g) Communication (Items 45-47).
Data on the demographic variables of sex, educational level,
and nvimber of years of experience were collected under the
situational information section of the questionnaire.
Gathering of Data
The study was conducted in the fall of 1989, after
approval was granted by the Atlanta Pviblic School System.
Questionnaires were distributed by school mail and U.S.
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mail. A cover letter (see Appendix B) accompanied the
instrument (see Appendix C). The administrators and
resource teachers responded to the questionnaire as each
visualized the actual and ideal role of resource teachers in
Atlanta Public Schools. When the respondents had completed
the questionnaires, they returned them in self-addressed
envelopes.
Provisions were made for follow-ups on those
questionnaires that were not returned either by a telephone
call or a second letter. The response rate was about 40%,
which was considered good for this sample.
The demographic variables of sex, educational level,
and number of years of experience in their present positions
were gathered to make comparisons by analyzing personal
characteristics. No information which would uniquely
identify the respondent was requested.
Data were gathered and interpreted to determine the
level of significance of the areas of: classroom supervision
(Items 1-7); curriculum development (Items 8-18); personnel
assignment and evaluation (Items 19-24); staff development
(Items 25-30); instructional materials, equipment, and
facilities (Items 31-40); guidance (Items 41-44); and
communication (Items 45-47). Elementary school
administrators and resource teachers were asked to rate each
item on a 6-point scale, giving both the actual and the




Nine hypotheses were developed in relationship to
elementary school administrators' and resource teachers'
perceptions of the role of resource teachers. These
hypotheses were tested at the .01 and the .05 level of
significance. The hypotheses were stated as follows:
Hoi; There will be no statistically significant
difference between the elementary school administrators'
perception of the ideal and actual role of the resource
teacher.
Ho2; There will be no statistically significant
difference between the resource teachers' perception of the
ideal and actual role of the resource teacher.
Ho3; There will be no statistically significant
difference between the elementary school administrators'
perception and resource teachers' perception of the ideal
role of resource teachers.
Ho4: There will be no statistically significant
difference between the elementary school administrators'
perception and resource teachers' perception of the actual
role of resource teachers.
Ho5; There will be no statistically significant
difference between male and female respondents (combination
of resource teachers and administrators) in their
perceptions of the ideal and actual roles of resource
teachers
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Ho6; There will be no statistically significant
differences among the various educational levels of the
respondents (combination of resource teachers and
administrators) and their perceptions of the actual role of
resource teachers.
Ho7; There will be no statistically significant
differences among the various educational levels of the
respondents (coitibination of resource teachers and
administrators) and their perceptions of the ideal role of
resource teachers,
Ho8; There will be no statistically significant
difference among the various levels of experience of the
respondents (coiribination of resource teachers and
administrators) and their perceptions of the actual role of
resource teachers.
Ho9; There will be no statistically significant
difference among the various levels of experience of the
respondents (combination of resource teachers and
administrators) and their perceptions of the ideal role of
resource teachers.
Data Analysis
To gain further insight into the perceptions of the
role of the resource teacher, the instrument was analyzed by
each of the dimensions comprising the instrument. To do
this, a mean score was computed which was a number on the
continuum from 1 to 5 and represented the arithmetic mean of
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the responses on the items within the dimension. Thus, mean
scores, one for each of the seven dimensions appearing on
the instrument, were computed for each respondent for both
the ideal and actual role perceptions. These mean scores
were used to compare ideal and actual role perceptions of
both elementary school administrators and resource teachers
(Null Hypotheses 1 and 2), to compare elementary school
administrators and resource teachers on their actual ideal
role perceptions (Null Hypotheses 3 and 4), and to compare
ideal and actual role perceptions in relation to the
demographic variables (Null Hypotheses 5-9).
Rankings based on the overall mean scores were done.
Thus, strong preferences and dislikes in regard to
elementary school administrators' and resource teachers'
perceptions of ideal and actual roles can be determined for
each of the seven dimensions comprising the instrument.
The dependent t test was applied to the data for Null
Hypotheses 1 and 2, since these hypotheses compare the
perceptions of the ideal role with perceptions of the actual
role. The independent _t test was applied to the data for
Null Hypotheses 3-7 which are associated with a given
respondent, since these hypotheses compare the same
variables between two different groups. One-way analysis of
variance was applied to the data for Null Hypotheses 8 and




The study was limited to personnel in the Atlanta
Public Schools and included elementary school administrators
and resource teachers only. The examination of the role of
the resource teacher was limited to the expectations of
elementary school administrators and resource teachers
themselves,
CHAPTER 4
PRESENTATION AND ANALYSIS OF THE DATA
This chapter presents the results and a discussion of
the statistical analyses performed to examine the actual and
ideal roles of resource teachers themselves. The actual and
ideal role perceptions of resource teachers was determined
by responses to a questionnaire which was developed and
validated for the purpose of conducting this study. The
questionnaire elicited responses on a scale from 1 to 5,
where 1 indicated "never" and 5 indicated "always." The
responses pertaining to the actual and ideal roles were
obtained by the use of this scale. The higher the responses
were by the respondents, the stronger the extent of
agreement was with the corresponding item. The respondents
consisted of elementary school administrators and resource
teachers who were selected on the basis of a random Seimple
which was stratified by administrative area. The responses
were collected and entered into an IBM computer system via a
cathode ray terminal (CRT). The information was stored
electronically on a storage disk so that it could be
accessed for subsequent statistical analyses. Statistical
procedures available in the Statistical Package for the
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Social Sciences computer program. Version X (SPSS-X) were
used to perform these analyses.
The statistical analyses focused primarily upon the
hypotheses designed to answer major questions regarding
perception of the actual and ideal role of resource
teachers. The analysis performed to examine each hypothesis
is presented in tabular format accompanied by a narrative
which indicates whether each hypothesis was rejected or not
rej ected.
Statistical Analysis
The dependent variable in this study is the role
perceptions of resource teachers. The independent variables
are the position (elementary school administrator or
resource teacher), sex, educational level, and number of
years of experience. Table 4 gives the number of
respondents by each of the categories of the independent
variables. From the table, it can be seen that the sample
consisted of slightly more female administrators them male
and, overwhelmingly, more female resource teachers.
This table also indicates that the most frequent level
of educational attainment for both the administrators and
resource teachers was that of the specialist degree. The
percentage (36.9%) of administrators with doctorate degrees
was much higher than the percentage (10.5%) for resource
teachers. In terms of years of experience, the highest
percentage (40,0%) of elementary administrators had from 11
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Table 4
Number and Percentage of Respondents by Position, Sex,
Educational Level, and Nuirtoer of Years of Experience
Elementary Resource
Administrators Teachers Total









0-1 years 5 10.9
2-5 years 13 28.3
6-10 years 4 8.7
11-20 years 17 40.0
More than
20 years 7 15.1
3 15.8 24 37.5
16 84.2 41 62.5
8 42.1 17 26.2
9 47.4 29 44.6
2 10.5 19 29.2
1 5.3 6 9.2
7 36.8 20 30.9
3 15.8 7 10.8
5 26.3 22 33.8
3 15.8 10 15.3
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to 20 years, while the highest percentage (36.8%) of
resource teachers had from 2 to 5 years of experience.
Mull Hypothesis 1
Hoi; There will be no statistically significant
difference between the elementary school administrators'
perception of the ideal and actual role of the resource
teacher.
The results of the data analysis for Null Hypothesis 1
are shown in Table 5, which shows the number of cases, the
means for the actual and ideal ratings of the work
activities of resource teachers as perceived by elementary
school administrators, and the t value which can be
interpreted as a measure of the extent to which the actual
and/or ideal means differ.
The results indicate that the mean scores of the actual
ratings range from 2.43 to 3.41, with the lowest score of
2.43 occurring in each of the areas of communication and
instructional materials, equipment, etc., and the highest
score of 3.41 occurring in the area of classroom
supervision. The t values ranged from 7.21 to 8.06. The
elementary school administrators rated the activity of
classroom supervision as the highest and the activities of
instructional materials, equipment, etc., as the lowest.
The mean scores of the ideal ratings ranged from 3.39 to
4.59, with the lowest score of 3.39 occurring in
instructional materials, equipment, etc., and the highest
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Table 5
Elementary School Administrators' Ratings of Resource
Teachers' Working Activities
Mean (N = 46)
Activity Actual Ideal T Value T Prob.
Classroom Supervision 3.41 4.59 8.06 .000*
Curriculum Development 2.86 3.93 7.25 .000*
Personnel Assignment
and Evaluation 2.64 3.55 7.21 .000*
Staff Development 3.19 4.18 7.65 .000*
Instructional Materials,
Equipment, Etc. 2.43 3.39 7.71 .000*
Guidance 2.86 3.85 7.89 .000*
Communication 2.43 3.42 7.62 .000*
Total 2.85 3.86 8.67 .000*
♦Significant at the .01 level.
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score of 4.59 occurring in the area of classroom
supervision. In all activities, the mean scores were higher
for the ideal than those for the actual ratings. In all
seven areas, statistical significance at the .01 level was
found. Therefore, Null Hypothesis 1 was rejected to the .01
level. There is a significant difference between elementary
school administrator's perceptions of the actual and ideal
roles of the resource teacher.
Null Hypothesis 2
Ho2; There will be no statistically significant
difference between the resource teachers' perception of the
ideal and actual role of the resource teacher.
The results of the data analysis for Null Hypothesis 2
are shown in Table 6, which shows the number of cases and
the means for the actual and ideal ratings of the working
activities of resource teachers as perceived by resource
teachers and the t value used to determine whether the
hypothesis is rejected or not rejected.
The results indicate that meeui scores of the actual
ratings ranged from 2.78 to 4.00, with the lowest score of
2.78 occurring in activity pertaining to instructional
materials, equipment, etc., and the highest occurring in
classroom supervision. The mean scores of the ideal ratings
ranged from 3.40 to 4.64, with the lowest score of 3.40
occurring in communication and the highest occurring in
classroom supervision. Staff development with a score of
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Table 6
Resource Teachers' Ratings of Resource Teachers' Working
Activities
Mean (N = 19)
Activity Actual Ideal T Value T Prob.
Classroom Supervision 4.00 4.54 6.04 .000*
Curriculum Development 3.41 3.94 3.77 .001*
Personnel Assignment
and Evaluation 3.28 3.96 3.85 .001*
Staff Development 3.62 4.09 3.42 .003*
Instructional Materials,
Equipment, Etc. 2.78 3.44 4.57 .000*
Guidance 3.05 3.64 4.88 .000*
Commun ica t ion 2.85 3.40 3.26 .005*
Total 3.34 3.86 4.38 .000*
♦Significant at the .01 level.
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4.09 was perceived to be the next highest ideal working
activity.
Resource teachers felt that actually and ideally the
working activity of classroom supervision (actually 4.00)
was first priority, as indicated by the fact that their
activities (ideally 4.54) received the highest ratings both
actually and ideally. Resource teachers also felt that
actually and ideally the next major working activity was
staff development, which also received the second highest
ratings, both actually (3.62) and ideally (4.09). In seven
areas (classroom supervision; curriculum development;
personnel assignment and evaluation; staff development;
instructional materials, equipment, etc.; guidance; and
communication) significance at the .01 level was indicated.
Therefore, Null Hypothesis 2 was rejected. There is a
statistically significant difference between the resource
teachers' perceptions of the actual and ideal roles of the
resource teacher.
Null Hypothesis 3
Ho3s There will be no statistically significant
difference between the elementary school administrators'
perception and resource teachers' perception of the ideal
role of resource teachers.
The results of the data analysis for Null Hypothesis 3
are shown in Table 7, which shows the number of cases,
the means for the ideal ratings of the perceptions of both
39
Table 7
Resource Teachers' and Elementary School Administrators'






Activity {N = 19) (N = 46) T Value T Prob.
Classroom Supervision 4.54 4.59 0.40 .692
Curriculum Development 3.94 3.93 0.07 .943
Personnel Assignment
and Evaluation 3.96 3.55 1.71 .093
Staff Development 4.09 4.18 0.45 .656
Instructional Materials
Equipment, Etc. 3.44 3.39 0.22 .826
Guidance 3.64 3.85 0.92 .361
Communication 3.86 3.42 0.27 .786
Total 3.86 3.86 0.00 .999
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administrators and resource teachers of the ideal role of
resource teachers, and the resulting t values.
The mean scores of the resource teachers ranged from
3.44 to 4.54, with the lowest score of 3.44 occurring in the
area of instructional materials, equipment, etc., and the
highest score of 4.54 occurring in the area of classroom
supervision. Staff development also received a relatively
high rating of 4.09. The mean scores of the elementary
school administrators ranged from 3.39 to 4.59, with the
lowest rating occurring in the area of instructional
materials, equipment, etc., and the highest occurring in the
area of classroom supervision. Staff development also
received a relatively high rating of 4.18.
Both administrators and resource teachers agreed that
ideally classroom supervision should be the major working
activity of resource teachers. Both administrators and
resource teachers agreed that ideally staff development
should be the second major working activity of resource
teachers.
Administrators felt that ideally curriculum development
(3.93) and guidance (3.85) should be working activities and
gave relatively high ratings. Resource teachers felt that
ideally personnel assignment and evaluation (3.96) and
curriculum development (3.94) should also be working
activities and gave them relatively high ratings.
Null Hypothesis 3 was accepted. There is no
statistically significant difference between the elementary
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school administrators' perception and the resource teachers'
perception of the ideal role of resource teachers at the .05
level or the .01 level of significance. This is true for
each of the activities under consideration. The largest
difference between elementary school administrators and
resource teachers occurred in the means of the ideal ratings
for personnel assignment and evaluation. The t value
associated with the differences was significant at the .093
level, which is not significant at the .05 level.
Null Hypothesis 4
Ho4; There will be no statistically significant
difference between the elementary school administrators'
perception and resource teachers' perception of the actual
role of resource teachers.
The results of the data analysis for Null Hypothesis 4
are shown in Table 8, which shows the number of cases, the
means for the actual ratings of the perceptions of both
administrators and resource teachers of the role of resource
teachers, and the resulting t values.
The mean scores of the resource teachers ranged from
2.78 to 4.05, with the lowest score of 2.78 occurring in the
area of instructional materials, equipment, etc., and the
highest score of 4.05 occurring in the area of classroom
supervision. The mean scores of the elementary school
administrators ranged from 2.43 to 3.41, with the lowest
score occurring in the area of communication and the highest
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Table 8
Resource Teachers' and Elementary School Administrators'






Activity (N = 19) {N = 46) T Value T Prob.
Classroom Supervision 4.05 3.41 2.71 .009**
Curriculum Development 3.41 2.86 2.31 .024*
Personnel Assignment
and Evaluation 3.28 2.64 2.36 .021*
Staff Development 3.62 3.19 1.70 .093
Instructional Materials
Equipment, Etc. 2.78 2.48 1.19 .239
Guidance 3.05 2.89 0.63 .530
Communication 2.85 2.43 1.42 .160
Total 3.34 2.85 2.23 .029*
♦Significant at the .05 level.
**Significant at the .01 level.
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score occurring in the area of classroom supervision.
Resource teachers rated all seven areas numerically higher
than did the elementary school administrators. The
resulting t values indicated that Null Hypothesis 4 was
rejected in the areas of classroom supervision, curriculum
development, and personnel assignment and evaluation. The
mean actual ratings differed between the two groups to
the .05 level of significance for the area of classroom
supervision, and to the .01 level for the areas of
curriculum development and personnel assignment and
evaluation.
Null Hypothesis 5
Ho5; There will be no statistically significant
difference between male and female respondents (combination
of resource teachers and administrators) in their
perceptions of the ideal and actual roles of resource
teachers.
The results of the data analysis for Null Hypothesis 5
are shown in Tables 9 and 10. Table 9 shows the number
of cases, the means for the ideal perception ratings of the
male and female respondents of the ideal roles of resource
teachers, and the resulting t values.
The results of the data analysis for Null Hypothesis 5
in regard to the actual working activities of resource
teachers rated by males and females are shown in Table 10,
which shows the number of cases, the means for the actual
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Table 9
Male and Female Respondents* Ratings of the Ideal Working






(N = 41) T Value T Prob.
Classroom Supervision 4.43 4.66 1.84 .071
Curriculum Development 3.87 3.97 0.59 .554
Personnel Assignment
and Evaluation 3.61 3.73 0.56 .574
Staff Development 4.03 4.24 1.17 .245
Instructional Materials,
Equipment, Etc. 3.53 3.36 0.69 .490
Guidance 3.91 3.74 0.81 .421
Communication 3.50 3.37 0.44 .658
Total 3.85 3.88 0.22 .827
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Table 10
Male and Female Respondents' Ratings of the Actual Working
Activities of Resource Teachers
Means
Males Females
Activity (N = 24) (N = 41) T Value T Prob.
Classroom Supervision 3.61 3.61 0.02 .984
Curriculum Development 3.14 3.00 0.62 .539
Personnel Assignment
and Evaluation 2.93 2.78 0.58 .563
Staff Development 3.41 3.27 0.61 .542
Instructional Materials,
Equipment, Etc. 2.69 2.50 0.81 .423
Guidance 3.16 2.83 1.33 .189
Communication 2.71 2.50 0.73 .471
Total 3.10 2.96 0.64 .526
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ratings of the male and female respondents' perceptions of
the actual roles of resource teachers, and the resulting t
values.
The mean scores of the males ranged from 2,69 to 3.61,
with the lowest score of 2.69 occurring in the area of
instructional materials, equipment, etc., and the highest
score of 3.61 occurring in the area of classroom
supervision. Staff development was the next highest with a
rating of 3.41, The mean scores of the females ranged from
2.50 to 3.61, with the lowest scores of 2.50 occurring in
the area of instructional materials, equipment, etc., and
communication, and the highest score of 3,61 occurring in
the area of classroom supervision. The male respondents'
ratings were numerically higher in all seven areas than
those of the females. Classroom supervision received the
rating of 3.61 from both males and females. Null Hypothesis
5 was accepted because there does not exist a statistically
significant difference between male and female respondents'
mean ratings of the ideal role of resource teachers at
the .01 level of significance or the .05 level.
Null Hypothesis 6
Ho6; There will be no statistically significant
differences among the various educational levels of the
respondents (combination of resource teachers and
administrators) and their perceptions of the actual role of
resource teachers
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The results of the analysis of variance (ANOVA) done to
test Null Hypothesis 6 are shown in Table 11. Table 11
shows the number of cases, the means for the actual ratings
by respondents at various educational levels, and the F
value resulting from the ANOVA.
The mean scores of the respondents with master's
degrees ranged from 2.50 to 3.67, with the lowest score
occurring in the area of instructional materials, equipment,
etc., and the highest occurring in the area of classroom
supervision. Staff development received the next highest
rating of 3.56, which was the lowest rated area among
respondents with doctorate degrees.
The mean scores of the respondents having specialist
degrees ranged from 2.59 to 3.68, with the lowest score of
2.59 occurring in the area of communication and the highest
score of 3.68 occurring in the area of classroom
supervision. Staff development received the next highest
rating of 3.26. Communication and personnel assignment and
evaluation received the same score (2.48).
Respondents with master's degrees rated the areas of
personnel assignment and evaluation, staff development,
guidance, and communication numerically higher than the
respondents having specialist degrees. Respondents with
master's degrees rated all seven areas numerically higher
than the respondents having doctorate degrees. Respondents
with specialist degrees rated the areas of classroom
supervision, curriculum development and instructional
Table 11









(N = 19) F Value F Prob.
Classroom Supervision 3.67 3.68 3.42 .558 .57 5
Curriculum Development 3.14 3.19 2.70 1.88 .162
Personnel Assignment
and Evaluation 2.97 2.96 2.48 1.54 .222
Staff Development 3.56 3.34 3.26 .061 .940
Instructional Materials,
Equipment, Etc. 2.50 2.73 2.40 .858 .429
Guidance 3.15 2.89 2.87 .519 .597
Communication 2.63 2.59 2.48 .091 .913




materials, equipment, etc,, numerically higher than the
respondents having master's degrees and doctorate degrees.
Respondents with doctorate degrees rated all seven
areas numerically lower than respondents with both master's
and specialist degrees. Null Hypothesis 6 was accepted
because there does not exist a statistically significant
difference among the various educational levels of the
respondents' (combination of resource teachers and
administrators) perceptions of the actual role of resource
teachers at the .01 level or at the .05 level of
signif iccuice.
Null Hypothesis 7
Ho7; There will be no statistically significant
differences among the various educational levels of the
respondents (combination of resource teachers and
administrators) and their perceptions of the ideal role of
resource teachers.
The results of the analysis of variance (ANOVA) done to
test Null Hypothesis 7 are shown in Table 12. Tcible 12
shows the number of cases, the means for the ideal ratings
by respondents at various educational levels in regard to
the ideal working activities of resource teachers, and the
F value resulting from the ANOVA.
The mean scores of the 18 respondents having master's
degrees ranged from 3.28 to 4.54, with the lowest area being
that of communication and the highest being that of
Table 12









(N = 19) F Value F Prob.
Classroom Supervision 4.54 4.59 4.59 .057 .944
Curriculum Development 4.05 3.90 3.89 .307 .737
Personnel Assignment
and Evaluation 3.76 3.63 3.67 .118 .889
Staff Development 4.01 4.08 4.41 2.021 .141
Instructional Materials,
Equipment, Etc. 3.31 3.46 3.46 .163 .850
Guidance 3.71 3.71 4.02 .999 .37 8
Communication 3.28 3.39 3.56 .278 .759




classroom supervision. Curriculum development and staff
development also received high ratings.
The mean scores of the 29 respondents having specialist
degrees ranged from 3.39 to 4.59, with the lowest score of
3.39 occurring in the area of communication and the highest
score of 4.59 occurring in the area of classroom
supervision. Staff development also received a relatively
high rating of 4.08.
The mean scores of the 19 respondents having doctorate
degrees ranged from 3.46 to 4.59, with the lowest score of
3.46 occurring in the area of instructional materials,
equipment, etc., and the highest score of 4.59 occurring in
the area of classroom supervision. Staff development and
guidance also received relatively high ratings.
The area of classroom supervision received the highest
rating among all the various educational levels of the
respondents. The area of staff development also received
relatively high ratings in all educational levels.
Curriculum development was rated higher by the respondents
with master's degrees than by both the respondents with
specialists and those with doctorate degrees. Personnel
assignment and evaluation was rated higher by the
respondents having master's degrees than by both the
respondents having specialist and those with doctorate
degrees. Instructional materials, equipment, etc., received
the same ratings of 3.46 from both the respondents having
specialist and those with doctorate degrees.
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Guidance received the same rating of 3.71 from both the
respondents having master's degrees and specialist degrees.
However, respondents having doctorate degrees rated this
area higher. The area of communication received low ratings
from the respondents of all three levels of education.
Null Hypothesis 7 was accepted because there does not
exist a statistically significant difference among the
various educational levels of the respondents' (combination
of resource teachers and administrators) perceptions of
the ideal role of resource teachers at the .01 level or at
the .05 level of significance.
Null Hypothesis 8
Ho8: There will be no statistically significant
difference among the various levels of experience of the
respondents (combination of resource teachers and
administrators) and their perceptions of the actual role of
resource teachers.
The results of the data analysis for Null Hypothesis 8
are shown in Table 13. Table 13 shows the number of cases,
the means for the actual perception ratings of the
respondents according to the various levels of experience,
and the F value results from the ANOVA.
The mean scores of the 26 respondents with 0 to 5 years
of experience ranged from 2.49 to 3.45, with the lowest
score of 2.49 occurring in the area of communication and the
highest score of 3.45 occurring in the area of classroom
Table 13
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supervision. Staff development also received a relatively
high rating of 3.15.
The mean scores of the 30 respondents with 6 to 20
years of experience ranged from 2.59 to 3.69, with the
lowest score of 2.59 occurring in the area of instructional
materials, equipment, etc., and the highest score of 3.69
occurring in the area of classroom supervision. Staff
development also received a relatively high rating of 3.45.
The mean scores of the 10 respondents with more than
20 years of experience ranged from 2.53 to 3.75, with the
lowest score of 2.53 occurring in communication and the
highest score of 3.75 occurring in the area of classroom
supervision. Staff development received a relatively high
rating of 3.40.
The responses of the respondents with 0 to 5 years of
experience were rated numerically lower than both the
respondents with 6 to 20 years of experience, and those with
more than 20 years of experience, except in the one area of
guidance, which received the same rating in the level of 0
to 5 years as in the level of more than 20 years.
The responses of the respondents with 6 to 20 years
were numerically higher than the respondents with 0 to 5
years and those with more than 20 years of experience in
five areas: personnel assignment and evaluation;
instructional materials, equipment, etc.; guidance; and
communication
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The responses of the respondents with more than 20
years of experience were numerically higher in the areas of
classroom supervision, curriculum development, and
instructional materials, equipment, etc. The rating for
guidance was the same as for the respondents with 0 to 5
years of experience.
Null Hypothesis 8 was accepted because there does not
exist a statistically significant difference among the
various levels of experience of the respondents'
(combination of resource teachers and administrators)
perceptions of the actual role of resource teachers at
the .01 level or at the .05 level of significance.
Null Hypothesis 9
Ho9; There will be no statistically significant
difference among the various levels of experience of the
respondents (combination of resource teachers and
administrators) and their perceptions of the ideal role of
resource teachers.
The results of the data analysis for Null Hypothesis 9
are shown in Table 14. Table 14 shows the number of cases,
the means for the ideal perception ratings of the
respondents according to the various levels of experience,
and the F value results from the ANOVA.
The mean scores of the 26 respondents with 0 to 5 years
of experience ranged from 3.50 to 4.50, with the lowest
rated area being communication and the highest rated area
Table 14










(N = 10) F Value F Prob.
Classroom Supervision 4.50 4.65 4.53 .756 .474
Curriculum Development 3.98 3.94 3.81 .226 .798
Personnel Assignment
and Evaluation 3.78 3.66 3.43 .556 .57 6
Staff Development 4.29 4.14 3.88 1.380 .259
Instructional Materials,
Equipment, Etc. 3.65 3.35 3.03 1.834 .168
Guidance 3.75 3.96 3.43 1.765 .180
Commun ica t ion 3.50 3.44 3.07 .523 .595




being classroom supervision. Staff development received a
relatively high rating of 4.29.
The mean scores of the 30 respondents with 6 to 20
years of experience ranged from 3.35 to 4.65, with the
lowest rated area being instructional materials, equipment,
etc., and the highest rated area being classroom
supervision. Staff development received a relatively high
rating of 4.14.
The mean scores of the 10 respondents with more than 20
years of experience ranged from 3.03 to 4.53, with the
lowest rated area being instructional materials, equipment,
etc., and the highest rated area being classroom
supervision. Staff development received a relatively high
rating of 3.88.
Respondents on all three levels of experience rated
classroom supervision relatively high and rated
communication and instructional materials, equipment, etc.,
low. All three levels rated staff development relatively
high.
Respondents with 0 to 5 years of experience rated the
five areas of curriculum development, personnel assignment
and evaluation, staff development, instructional materials,
equipment, etc., and communication numerically higher than
did both the respondents with 6 to 20 years of experience
and those with more than 20 years. Respondents with 6 to 20
years of experience rated classroom supervision and guidance
numerically higher than did both the respondents with 0 to 5
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years of experience and the respondents with more than 20
years of experience. Respondents with more than 20 years of
experience rated all areas except classroom supervision
numerically lower than both the 0 to 5 years and those with
6 to 20 years.
Null Hypothesis 9 was accepted because there does not
exist a statistically significant difference among the
various levels of experience of the respondents'
(combination of resource teachers and administrators)
perceptions of the ideal role of resource teachers at
the .01 level or at the .05 level of significance.
Summary of Findings
The findings of this study are summarized below;
1. There was a statistically significant difference
between the mean score of the elementary school
administrators' perception of the ideal and actual role of
the resource teacher at the .01 level of significance.
2. There was a statistically significant difference
between the mean scores of the resource teachers' perception
of the ideal and actual role of the resource teacher at
the .01 level.
3. There was not a statistically significant
difference between the elementary school administrators'
perception and resource teachers' perception of the ideal
role of resource teachers at the .05 level of significance
or the .01 level of significance.
59
4. There was a statistically significant difference
between the elementary school administrators' perception and
resource teachers' perception of the actual role of resource
teachers in the activity of classroom supervision at the .01
level of significance and in curriculum development and
personnel assignment and evaluation at the .05 level of
significance.
5. There was not a statistically significant
difference between the sexes in their perceptions of the
actual and ideal role of the resource teachers at the 05
and .01 level of significance.
6. There was not a statistically significant
difference among the various educational levels of the
respondents and their perceptions of the actual and ideal
role of resource teachers at the .05 and .01 levels of
significance.
7. There was not a statistically significant
difference among the various levels of experience of the
respondents and their perceptions of the actual and ideal





This chapter presents a recapitulation of the study,
followed by the findings, conclusions, implications and
recommendations.
Summary
The purpose of the study was to conduct a comparative
analysis of the self-perceptions and perceptions held by
administrators of resource teachers in the Atlanta Pviblic
Schools. Of primary concern was determining perceptions of
the ideal role of resource teachers as compared to their
actual role.
Nine null hypotheses were tested. The first indicated
that there would be no statistically significant difference
between the elementary school administrators' perception
of the ideal and actual role of the resource teacher. The
second indicated that there would be no statistically
significant difference between the resource teachers'
perception of the ideal and actual role of the resource
teacher. The third indicated that there would be no
statistically significant difference between the elementary
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school administrators' perception and resource teachers'
perception of the ideal role of resource teachers. The
fourth indicated that there would be no statistically
significcint difference between the elementary school
administrators' perception and resource teachers' perception
of the actual role of resource teachers. The fifth
indicated that there would be no statistically significant
difference between male and female respondents' (combination
of resource teachers and administrators) perceptions of the
ideal and actual roles of resource teachers. The sixth
indicated that there would be no statistically significant
differences among the various educational levels of the
respondents (combination of resource teachers and
administrators) and their perception of the actual role of
the resource teachers. The seventh indicated that there
would be no statistically significant differences among the
various educational levels of the respondents (combination
of resource teachers and administrators) and their
perception of the ideal role of resource teachers. The
eighth indicated that there would be no statistically
significant differences among the various educational levels
of the respondents (combination of resource teachers and
administrators) and their perception of the actual role of
resource teachers. The ninth indicated that there would be
no statistically significant differences among the various
educational levels of the respondents (combination of
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resource teachers and administrators) and their perception
of the ideal role of resource teachers.
This study was expected to provide a significant
contribution to the literature findings and discussion of
role clarification in educational settings. It was also
expected to be significant in providing information as to
the congruence of perceptions of the elementary school
administrators and resource teachers of the working
activities a resource teacher is involved in. Additionally,
the review of the related literature was focused on the
purposes and the roles of supervisors. The purpose of
supervision from the past until the present varies.
Supervisors perform duties such as; (a) developing
curriculum to meet the needs of the community, (b) improving
instruction, (c) inspiring teachers, (d) rendering expert
advice concerning methods and materials, and (e) serving as
consultant and coordinator.
Findings
The findings of this study are summarized below;
1. There was a statistically significant difference
between the mean scores of the elementary school
administrators' perception of the ideal and actual role of
the resource teacher at the .01 level of significance.
2. There was a statistically significant difference
between the mean scores of the resource teachers' perception
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of the ideal and actual role of the resource teacher at
the .01 level.
3. There was not a statistically significant
difference between the elementary school administrators'
perception and resource teachers' perception of the ideal
role of resource teachers at the .05 level of significance
or the .01 level of significance.
4. There was a statistically significant difference
between the elementary school administrators' perception and
resource teachers' perception of the actual role of resource
teachers in the activity of classroom supervision at the .01
level of significance and in curriculum development and
personnel assignment and evaluation at the .05 level of
significance.
5. There was not a statistically significant
difference between the sexes in their perceptions of the
actual and ideal role of the resource teachers at either
the .05 or the .01 level of significance.
6. There was not a statistically significant
difference among the various educational levels of the
respondents and their perceptions of the actual and ideal
role of resource teachers at either the .05 or the .01
level of significance.
7. There was not a statistically significant
difference among the various levels of experience of the
respondents and their perceptions of the actual and ideal
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role of resource teachers at either the .05 or the .01
levels of significance.
In the related literature, there were various roles of
supervisors presented as well as numerous titles used to
identify the person designated to facilitate effective
instruction. Classroom supervision and staff development
were the most common of the roles and were cited in many of
the studies. In this study, classroom supervision and staff
development were also significant in both actual and ideal
and perceived high ratings from both administrators and
resource teachers.
Conclusions
Based on the findings of this study, the following
conclusions appear to be warranted:
1. The data indicated that important differences exist
between what participants consider to be the actual role of
the resource teacher and what they perceive the ideal role
to be. A comparison of the activities is shown in Table 15.
The top ranked activities in the Ideal list were classroom
supervision and staff development. The top ranked
activities in the Actual list were classroom supervision and
staff development.
2, The sex, the professional preparation, and the
number of years of experience produced very few meaningful
differences; therefore, these demographics would have little
Table 15






Administrators Teachers Activity Administrators Teachers
1 1 Classroom Supervision 1 1
3 4 Curriculum Development 4 3
5 3 Personnel Assignment
and Evaluation
5 4
2 2 Staff Development 2 2
7 6 Instructional Materials,
Equipment, Etc.
6 7
4 5 Guidance 3 5




or no effect on the perceptions of the actual and ideal
roles of the resource teachers.
3. The data revealed that differences do exist in the
perception of the actual role of the resource teacher when
examined by position. Elementary school administrators and
resource teachers believe classroom supervision and staff
development are their major working activities. However,
there are inajor differences in their perceptions in the
areas of curriculum development and personnel assignment and
evaluation.
4. Additional information is needed regarding the
degree to which learning is actually influenced through the
working activities of resource teachers.
Implications
Implications may be drawn as a result of the findings
of the study. They include the following;
1. The purposes of supervision should be clearly
understood by elementary school administrators.
2. The role of the resource teacher should be clearly
defined.
3. Greater efforts should be made to have role
descriptions coincide closely to the role expectations of
those with whom the resource teacher works so that
misunderstandings and mismatched expectations can be
lessened
67
4. The human relations aspects of supervision need to
receive continuing emphasis in the education of resource
teachers.
5. The ideal role activities given greatest priority
appear to be consistent with the major actual roles of
supervision.
6. Resource teachers are perceived as performing many
of those working activities which they indicated they
performed often or frequently.
Recommendations
On the basis of the findings in this study, the
following recommendations are made:
1. A more comprehensive study is needed to determine
the effectiveness of the working activities of the resource
teacher upon the improvement of instruction.
2. The study needs to be replicated on a state-wide
basis to determine if findings of this study are isolated to
this school system.
3. The study needs to be replicated adding elementary
school teachers to determine if meaningful differences
exist.
4. Research is needed to determine the conditions
under which inconsistent role expectations may lead to
positive change and those which may cause pointless
conflict
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5. Programs for the preparation of resource teachers
needs to be examined to determine the relevancy to what has
been identified as the ideal role of the supervisor.
REFERENCES
Alfonso, R. J., Firth, G. R., & Neville, R. F. (1975).
Instructional supervision; A behavior system, Boston:
Allyn and Bacon, Inc.
Association for Supervision and Curriculum Development.
(1969a). Changing supervision for changing times.
Washington: National Education Association.
Association for Supervision and Curriculum Development.
(1969b). Emerging profession: Readings from Educational
Leadership Association. Washington: National Education
Association.
Barrick, R. K. (1985). Perceptions of the local vocational
education supervisors. Vocational Educational Research,
2, 17-35.
Burch, B. G., & Danley, W. E. (1980). The instructional
leadership role of central office supervisor.
Educational Leadership, 37, 636-637.
Burton, W., & Bruechner, L. (1955). Supervision: A social
process. New York: Appleton-Century-Crofts Educational
Division.
Burnham, R. (1976). Instructional supervision: Past,
present, and future perspectives. Theory into Practice,
15, 301-305.
Colbert, J. (1967). A study of effective and ineffective
supervisory behavior. Dissertation Abstracts
International, 27.
Cooper, R. (1985). The roles and functions of public
school curriculum directors as perceived by selected
groups of educators in the state of Alabama. Unpxiblished
doctoral dissertation. University of Alabama.
Doll, R. C. (1972). Leadership to improve schools. Ohio:
C. A. Jones Publishing Co.
69
70
Ellis, M. V., & Dell, D. M. (1988). Dimensionality of
supervisor roles: Supervisors' perceptions of
supervision. Journal of Counseling Psychology, 33, 282-
291.
Esposito, J., Smith, G., & Burbach, H. (1975). A
delineation of the supervisory role. Education, 96, 63-
77.
Ferneau, E. (1954). Which consultant?? Administrator's
Notebook, 2 (Whole Issue No. 8).
Getzels, J. W. (1968). Administration as a social process.
In Education administration as a social process (pp. 145-
149). New York: Harper and Row Publishers.
Getzels, J. W., & Guba, E. G. (1954). Role, role conflict,
and effectiveness. American Sociological Review, 19,
164-175.
Glazer, R. (1985). The role of the staff developer in
school systems as perceived by incumbents and their
supervisors.
Harris, B. (1972). Leadership competencies. In
Supervisory behavior in education (2nd ed.) (pp. 233-
236). Englewood Cliffs, NJ: Prentice-Hall Books.
Harris, B. M. (1985). Supervisory behavior in education
(3rd ed.). Englewood Cliffs, NJ: Prentice-Hall, Inc.
Jordan, K. F., McKeown, Salmon, & Webb. (1985). School
business administration. Beverly Hills, CA: Sage
Publications.
Kims, W. (1987). Systematic instructional supervision and
school development: An experiment. Unpublished doctoral
dissertation. University of Florida, Tallahassee, FL.
Lucio, W. M., & McNeil, J. D. (1963). Supervision: A
synthesis of thought and action. New York: McGraw-Hill
Book Co., Inc.
Lucio, W. M., & McNeil, J. D. (1969). The supervisor: New
demands, new dimensions. New York: McGraw-Hill Book Co.,
Inc.
Oliva, P. F. (1976). Supervision for today's schools (2nd
ed.). New York: Thomas Y. Crowell Company.
Oliva, P. F. (1983). Supervision for today's schools (3rd
ed.). New York: Langhan Press.
71
Puckett, D. W. (1963). The status and function of the
general school supervisor in selected Arkansas schools.
Unpublished doctoral dissertation. University of
Arkansas, Pine Bluff, AK.
Sergiovanni, T., & Starratt, R. (1971). Supervision; Human
perspectives (3rd ed.). New York: McGraw-Hill Book
Company.
Sullivan, C. G. (1982). Supervisory expectations and work
realities; The great gulf. Educational Leadership, 39,
448-451.
Supervisors and teachers. Educational Leadership, 45, 87.
Swearingen, M. E. (1963). Supervision of instruction;
Foundations and dimensions. Boston; Allyn and Bacon,
Inc.
Szolnoki, J. (1988). Director's and supervisor's role in a
nonpublic special education setting. Dissertation
Abstracts International, 27(7).
Wiles, J., & Bondi, J. (1980). Supervision: A guide to
practice. Columbus, OH; Charles E. Merrill Publishing
Co.
Wiles, K., & Lovell, J. T. (1975). Supervision for better
schools (4th ed.). Englewood Cliffs, NJ; Prentice-Hall,
Inc.
Williams, S. W. (1972). New dimensions in supervision.
California; Intext Educational Publishers.
Worner, W. (1982). Survival kit for supervisors.
Educational Leadership, 39, 258-259.
APPENDIX A
JOB DESCRIPTION
PLEASE POST PLEASE POST
ATLANTA PUBLIC SCHOOLS
Personnel Division
210 Pryor Street, S.W.
Atlanta, GA 30335
ANNOUNCEMENT OF VACANCY
Position: RESOURCE TEACHER - Generalist
Effective Date: Anticipated Vacancies (1988-89 school
year)
Salary: (220 days) Master's Degree $30,732 - $43,740
(1987-88) Specialist Degree $33,348 - $47,472
Doctoral Degree $36,180 - $51,468
Qualifications: Master's Degree and valid State of
Georgia certification in any field at
the T-5 level. Valid State of Georgia
leadership certification in Instruc¬
tional Supervision or Administration and
Supervision (L-5). (The purpose of this
announcement is to create a list of
eligibles to fill positions in specified
areas at the request of the Area Super¬
intendent .)
Minimum of five (5) years successful
experience as a classroom teacher.
Experience with curriculum development,
data collection, instructional super¬
vision, program planning, and staff
development at the school, area, or
central level is preferred.










To provide teachers with in-service
support, resource materials, area orien¬
tation, input for curriculum develop¬
ment, demonstration lessons, consulting
assistance and constructive criticism
regarding program curriculum. Provide
resource skills for entire school staff
in improving the quality and effective¬
ness of the instructional program.
1. Works under the direction of the
Area Superintendent and in coopera¬
tion with principals to plan, imple¬
ment, and evaluate the instructional
program.
2. Plans and implements workshops and
in-service programs in the Area.
3. Consults with central coordinators
and principals as needed, regarding
effectiveness of programs and staff.
4. Observes in classrooms, when re¬
quested, in order to provide assis¬
tance to teachers and staff to
improve the instructional program.
5. Performs related duties as assigned
and as circumstances require.
Interested individuals should apply by
completing the Statement of Interest
Form for Administrative/Supervisory
Position, available from the Personnel
Division. A transcript verifying the
required education qualifications must
be attached to the Statement of Inter¬
est. Applicants having transcripts on
file in the Personnel Division need not
submit an additional document. Applica¬
tion materials must be received in the
office of the Assistant Superintendent,
Personnel, by 4:30 p.m. on April 18,
1988, or must be postmarked not later
than April 18, 1988. Failure to comply
with all the requirements of the appli¬
cation procedure will result in disqual¬
ification. Previous Statements of
Interest for the above position will not
be considered.
Applicants meeting minimum qualifica¬
tions, as stated in this announcement,
will be notified of the time and place
to appear for the written exercise and
oral interview.
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Applicants must pay for all expenses incidental to making
application and reporting for examination(s), interview,
etc. The Ccindidate selected must pay any and all expenses
related to travel and/or relocation.
NOTE; Verification of Georgia state certification must
either be on file or accompany the Statement of Interest
form. A person who meets all of the stated requirements of
this announcement and holds an equivalent leadership cer¬
tificate from another state but lacks any of the special
Georgia certification requirements may apply. The special
Georgia requirements include; the Teacher Certification
Test, a course in the identification of special education
needs, and/or a course in the teaching of reading. Verifi¬
cation that all certification requirements are met may be
documented by transcript(s) and/or letter attesting to same
issued by the Georgia Department of Education.
Qualified applicants are considered for employment without
regard to race, color, religion, sex, national origin, age,
marital status, or handicap. The provision of PL/99-603,
The Immigration Reform and Control Act of 1986, concerning







I, Mrs. Reba Palmer Cray, am a doctoral student at
Atlanta University in the process of completing my
dissertation. I have presented a topic entitled "Resource
Teachers: Their Actual and Ideal Role as Perceived by
Elementary School Administrators and Resource Teachers in
Atlanta Public Schools." My proposal was approved by my
committee and the Atlanta Public School System has granted
me permission to conduct my research.
Attached is my questionnaire which will only take a few
minutes of your valuable time to complete. It concerns
certain aspects of supervision, particularly what you think
a resource teacher does and what you think he/she should do.
The person or persons I would like for you to visualize as
you complete the questionnaire is that area resource person
who serves your school.
I am asking elementary school administrators and area
resource teachers in Areas I, II, and III to complete the
questionnaire and the information received will be reported
in my dissertation. It is my hope that the findings of this
study can be used to improve supervision in the Atlanta
Public Schools.
If you would be interested in my findings, I would be
happy to share my results with you.
Please return your completed questionnaire in the
enclosed envelope by September 15, 1989.
Thank you for your help.
Respectfully yours.






(PLEASE DO NOT INCLUDE YOUR NAME)
Directions: Please check one answer for each of the
following questions:
1. Sex: ^Male Female
2. Level of Professional Preparation:
A. Bachelor's Degree or Bachelor's Degree plus
additional courses
^B. Master's Degree or Master's Degree plus addi¬
tional courses
C. Specialist (Sixth-Year Program or Degree) or
Specialist plus additional courses
p. Doctorate Degree or Doctoral Degree plus addi¬
tional courses
3. Type of Position Held:
^A. Elementary school administrator
B. Resource teacher





E. More than 20 years
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RESOURCE TEACHERS’ WORKING ACTIVITIES
Directions: Resource teachers engage in many activities. Please rate each item both actual and
ideal. Actual refers to what the resource teacher does presently. Ideal refers to what







The resource teachers who visit my school...
Classroom Supervision
1. Inform staff of the services which can
be provided.
2. Observe classes and hold conferences
with teachers about possible ways
they may strengthen their teaching.
3. Encourage attractive, orderly class¬
rooms with appropriate bulletin
boards.
4. Give supportive services to teachers
interested in innovation.
5. Provide possible recommendations for
grouping students in classes which
may improve the class instruction.
6. Teach demonstration lessons when
they may be helpful.
7. Help teachers enlarge their repertoire
of teaching strategies and techniques.
Curriculum Development
8. Exercise leadership with teachers
in developing methods, objectives,
















Participate with administrators and
teachers in poiicy-makine decisions
concerning the program.
in. Recommended changes in existing
programs to teachers and administra¬
tive personnel.
11. Provide leadership for developing an
articulated and coordinated program
of study throughout the school system.
12. Ensure that any extended school pro¬
grams arc coordinated with those
offered in the regular classrooms.
13. Develop syllabi and curriculum guides
by working with teaching staff members.
14. Assist administrative personnel and
teachers to design, develop, and
conduct special projects, controlled
experiments, and pilot programs.
15. Provide information concerning enrich¬
ment programs for students and/or
teachers.
16. Provide leadership over special pro¬
jects relating to different depart¬
ments; science fairs, music festivals,
etc,
17. Assist in developing innovative pro¬
grams and curriculum changes.
18. Work in a leadership capacity with
teachers in the development of
purposeful units of instructional
and lesson plans.
Personnel Assignment and Evaluation
19. Help sclea and assign teachers when
such assistance will further the
effectiveness of teaching and
learning.
20. Exercise leadership over the assign¬



























21. Provide leadership for fostering a 12 3 4 5
high professional morale among teachers.
22. Promote effective working relation* 12 3 4 5
ships within the departments and/or
grade levels in schools.
23. Provide consultative advice to teacher- 1 2 3 4 5
training institutions as they attempt
to improve their programs and their
preparation of teachers.
24. Exercise leadership over the appraisal 1 2 3 4 5
of teacher effeertiveness and follow¬
up improvement of classroom instruction.
Staff Develonment
25. Exercise leadership over the program of 12 3 4 5
orientation and induction of new teachers.
26. Help teachers gain an understanding of 12 3 4 5
the latest trends and developments in
education and teaching.
27. Help to provide opportunities for 12 3 4 5
teachers to visit classes and attend
conferences within their own school
system.
28. Plan and direct inservice programs for 1 2 3 4 5
departmental or grade level areas.
29. Provide leadership for the development 123 4 5
of a teacher center containing books,
reports, professional journals, guides
and other instructional materials for
departmental or grade level professional
usage by staff personnel.
30. Maintain mebership and active partici- 12 3 4 5
pation in professional groups, attend
professional meetings, and encourage
teachers to do the same.











31. Provide leadership over the preparation
of educational specilications for new
12345 12345
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school buildings and for building
renovations.
32. Advise administrative personnel on
budgetary matters as help is necessary
for understanding the needs and services
for improving instruction.
33. Provide leadership with teachers in the
evaluation and use of instructional
materials and equipment.
34. Help with requisitioning and inventory¬
ing of instructional materials and
equipment.
35. Consult with the audio-visual staff in
the evaluation of equipment and audio¬
visual materials for purchase and their
usage.
36. Consult with librarians, teachers and
administrators regarding the purchase
and use of library materials and
resource equipment.
37. Help teachers to prepare instructional
materials not otherwise available.
38. Provide leadership over the evaluation
and utilization of various instructional
media (that is, television, radio, press).
39. Provide leadership over selection,
evaluation and usage of textbooks and
supplementary books.
40. Exercise professional leadership with
teachers in the evaluation and usage
of community resources of instructional





















41. Inform the guidance of staff of the
latest curriculum developments and their
appropriate application to individual
student needs.
42. Consult with teachers concerning ap¬
propriate activities to facilitate
career exploration and development.
43. Help teachers with professional growth
in the understanding of students and
in the understanding and use of
standardized tests.
44. Help teachers use pupil cumulative
records.
Communication
45. Utilize news channels to report on the
activities and accomplishments of
students and teachers.
46. Provide periodical evaluative reports
concerning the curricular program to
teachers and administrative personnel.
47. Prepare and distribute letters, bulle¬
tins and other communications relevant
















RESOURCE TEACHERS’ WORKING ACTIVITIES
Directions: Resource teachers engage in many activities. Please rate each item both actual and
ideal. Actual refers to what the resource teacher does presently. Ideal refers to what








As a Resource Teacher, when i visit a school I...
Cla.ssroom Supervision
1. Inform staff of the services which can
be provided.
2. Observe classes and hold conferences
with teachers about possible ways
they may strengthen their teaching.
3. Encourage attractive, orderly class¬
rooms with appropriate bulletin
boards.
4. Give supportive services to teachers
interested in innovation.
5. Provide possible recommendations for
grouping students in classes which
may improve the class instruction.
6. Teach demonstration lessons when
they may be helpful
7. Help teachers enlarge their repertoire
of teaching strategies and techniques.
Curriculum Development
8. Exercise leadership with teachers
in developing methods, objectives,

















839.Participate with administrators and
teachers in policy-making decisions
concerning the program.
10. Recommended changes in existing
programs to teachers and administra¬
tive personnel.
11. Provide leadership for developing an
articulated and coordinated program
of study throughout the school system.
12. Ensure that any extended school pro¬
grams are coordinated with those
offered in the regular classrooms.
13. Develop syllabi and curriculum guides
by working with teaching staff members.
14. Assist administrative personnel and
teachers to design, develop, and
conduct special projects, controlled
experiments, and pilot programs.
15. Provide information concerning enrich¬
ment programs for students and/or
teachers.
16. Provide leadership over special pro¬
jects relating to different depart¬
ments: science fairs, music festivals,
etc.
17. Assist in developing innovative pro¬
grams and curriculum changes.
18. Work in a leadership capacitywith
teachers in the development of
purposeful units of instructional
and lesson plans.
Personnel Assignment and Evaluation
19. Help select and assign teachers when
such assistance will further the
effectiveness of teaching and
learning.
20. Exercise leadership over the assign¬



























21. Provide leadership for fostering a 123 4 5
high professional morale among teachers.
22. Promote effective working relation- 123 4 5
ships within the departments and/or
grade levels in schools.
23. Provide consultative advice to teacher- 123 4 5
training institutions as they attempt
10 improve their programs and their
preparation of teachers.
24. Exercise leadership over the appraisal 123 4 5
of teacher effeertiveness and follow¬
up improvement of classroom instruction.
St.aff Development
25. Exercise leadership over the program of 12 3 4 5
orientation and induction of new teachers.
26. Help teachers gain an understanding of
the latest trends and developments in
education and teaching.
27. Help to provide opportunities for
teachers to visit classes and attend
conferences within their own school
system.
23. Plan and direct inservice programs for
departmental or grade level areas.
29. Provide leadership for the development
of a teacher center containing books,
reports, professional journals, guides
and other instruaional materials for
departmental or grade level professional
usage by staff personnel.
30. Maintain mebership and active partid- 1234 5
pation in professional groups, attend
professional meetings, and encourage
teachers to do the same.
Instruaional Materials. Equipment and Fadlities
31. Provide leadership over the preparation 12345

















school buildings and for building
renovations.
32. Advise administrative personnel on
budgetary matters as help is necessary
for understanding the needs and services
for improving instruction.
33. Provide leadership with teachers in the
evaluation and use of instructional
materials and equipment.
34. Help with requisitioning and inventory¬
ing of instructional materials and
equipment.
35. Consult with the audio-visual staff in
the evaluation of equipment and audio¬
visual materials for purchase and their
usage.
36. Consult with librarians, teachers and
administrators regarding the purchase
and use of library materials and
resource equipment.
37. Help teachers to prepare instructional
materials not otherwise available.
38. Provide leadership over the evaluation
and utilization of various instructional
media (that is, television, radio, press).
39. Provide leadership over selection,
evaluation and usage of textbooks and
supplementary books.
40. Exercise professional leadership with
teachers in the evaluation and usage
of community resources of instructional





















41. Inform the guidance of staff of the
latest curriculum developments and their
appropriate application to individual
student needs.
42. Consult with teachers concerning ap¬
propriate activities to facilitate
career exploration and development.
43. Help teachers with professional growth
in the understanding of students and
in the understanding and use of
standardized tests.
44. Help teachers use pupil cumulative
records.
Communication
45. Utilize news channels to report on the
aaivities and accomplishments of
students and teachers.
46. Provide periodical evaluative reports
concerning the curricular program to
teachers and administrative personnel.
47. Prepare and distribute letters, bulle¬
tins and other communications relevant
to departmental or grade level work.
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